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Anti-Bullying and Anti-Harassment Policy (including 
Cyber Bullying and Dignity at Work) 
Updated: November 2016 
 

EQUALITY ACT 2010 
 
It should be noted that the Act brings together for the first time all the legal requirements 

on equality that the private, public and voluntary sectors need to follow.  It affects equality 
law at work and in delivering all sorts of services and running clubs.  

 
It replaces all the existing equality law including: 
 

 The Equal Pay Act 1970 

 The Sex Discrimination Act 

 The Race Relations Act 

 The Disability Discrimination Act 1995 
 

WE AIM TO PROVIDE 
 

A safe and secure environment, in which every person feels happy and respected. 
 

WE BELIEVE THAT  
 

It is a basic entitlement of all children in school that they receive their education 
free from humiliation, oppression and abuse. 

 
It is unacceptable that anyone be harassed or bullied because of their ethnic origins , 
religion, class, age, sex, sexual orientation, physical or mental disabilities. 

 
We have a duty to promote fairness and justice for all.  The following policy outlines the actions 
we will take to address the above issues: 
 

Please read in conjunction with:  
 

 The Child Protection Policy 
 The Behaviour Policy 
 Code of Conduct 
 Acceptable Use Policy 

 

DEFINITION 
 
What is bullying? 

 
 “Bullying is a wilful conscious desire to hurt, threaten or frighten someone 
else” (Tattum & Tattum 1992) 
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 “Bullying is longstanding violence, physical or psychological, conducted by 
an individual or group, and directed against an individual who is not able to 
defend himself in the actual situation” (Roland 1985). 

 
Bullying/harassment may also be the result of unwitting prejudice or bias, resulting in negative 
responses to a person because of their ethnic group, sex or sexual orientation, physical or mental 
disabilities. 
 
What form does it take? 
 

 It may be actual physical harm or threat of violence. 
 It may be verbal malice or exclusion of the victim. 
 It may take other forms – i.e. focussing upon a child's “difference” from the bully or bully 

group – e.g. non-glasses vs. glasses, boys vs. girls, one ethnic group vs. another, able 
bodied vs. disabled. 

 Emotional or psychological aggression is less visible to adults, but is very painful to the 
victim and is often more difficult for the child to talk about.  This may particularly arise 
among friendship groups. 

 Cyber bullying  
 

BULLYING  
 
All bullying is aggressive, although all aggression is not necessarily bullying. In the case of young 
children many do not fully understand the consequences of their actions because they have not 
yet reached that cognitive stage.  They may show aggressive behaviour in order to get their own 
way.  We need to be vigilant in dealing with this, before the child learns that creating fear in the 
victim is a rewarding experience. 
 

 Young children may be bossy, but with help they grow out of this as they become more 
self-controlled and learn the social skills of negotiation and compromise. 

 A bully focuses upon someone more vulnerable, younger, smaller or timid or on a 
person's weak point whereas the bossy person will boss whoever is around at the time. 

 A bully increasingly relies on threat and force unless checked. 
 

PROCEDURES TO STOP BULLYING 
 
Preventative measures: 

 
Prevention is better than cure. 
 
How can we prevent it? 

 By acknowledging it exists and that every person has the potential to bully or be bullied. 
 By ensuring that the school Behaviour Policy is fully and consistently implemented in all 

parts of school by all staff, so that we can monitor and check behaviour. 

 By consistent vigilance and intervention developing a situation. 
 By creating a feeling of trust between adults in charge and the children, who will then be 

more likely to share any worries or problems. 

 By listening carefully and taking seriously what people tell us, particularly when they are 
talking of activities which are not immediately apparent to us: e.g. name calling, no one to 
play with, being intimidated by a fellow colleague. 
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 By knowing each other and the children and showing that we are valued as individuals, 
and by aiming to instil in each person a feeling of self worth and confidence and the 
recognition of the equal importance of others. 

 By reporting any racist, sexist or any discriminatory language that we hear. 

 By remembering that a bully may also be the victim of goading and teasing too. 
 By teaching strategies for dealing with bullying behaviour and helping quiet people to be 

more assertive and not be afraid to speak up for themselves. 
 By teachers educating children in social behaviour and drawing upon incidents as they 

occur in the daily life of the class.  This should be done in a systematic way through the 
Behaviour Policy and using the school rules and ensuring that children understand what 
these mean. 

 By using circle time and assemblies to re-enforce the importance of valuing each other 
and of all being different but special. 

 By using outside agencies to reinforce the anti-bullying message e.g.  Community Police 
Officer 

 By rewarding non-harassing behaviour e.g. “well done for telling me Morgan and not 
hitting back”. 

 By regular focus on well being and school vision. 
 

ACTION TO TAKE IF BULLYING OR HARASSMENT OCCURS 
 
Dealing with Bullying and Harassment 
 
All responses should be in line with the school's Behaviour Policy and LA harassment policy.   
 
In specific reference to acts of bullying: 
 

 Any person deliberately hurting another by word or deed must be referred to the 
Leadership Team in line with the Behaviour Policy. 

 
 In the case of a child: 

o All children involved should complete an 'Incident Sheet'. 
o A 'Bullying Incident Sheet' should be completed by the adult dealing with the situation. 

A copy will be sent home to the parent/carers of of both the victim and the alleged 
bully. A copy of the sheet will be kept in the Headteacher's pupil files and child's 
school record of all pupils involved. 

o A suitable punishment will be implemented e.g. Detention, letter of apology etc. 
o Where bullying behaviour is recurrent, both sets of parent/carers will be consulted and 

an action plan drawn up. 
o It is important that the victim be supported, so that s/he is less likely to be bullied 

again.  His/her self concept should be built up and s/he should have friends with whom 
to play appropriately. 

o Parents/carers and school need to examine the reason for the bullying and 
parents/carers need to support the action plan if this is to be successful. 

o The Headteacher has the authority to exclude a child for behaviour which is 
unacceptable. 

o A child will be excluded for persistent aggressive/bullying behaviour which puts others 
at risk and as well as an action plan being implemented to correct this.  Parents/carers 
will be made aware that this is a possibility. 

o All adults involved in the care of the children involved in incidents of bullying will be 
consulted. 
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o The bully also needs to be helped to see what is wrong with his/her behaviour 
 

 In the case of an adult: 
o The Headteacher will seek advice if s/he feels it is necessary. 
o The Headteacher will decide on the appropriate course of action to take e.g. formal 

meeting facilitated by head or disciplinary investigation. 
o The Headteacher will speak to all relevant staff. 
o The bully also needs to be helped to see what is wrong with his/her behaviour and the 

Headteacher will reflect on appropriate support. 
o In the case of a parent/carer, the unacceptable behaviour could result in a ban from 

the school premises. 
o In the case of a staff member disciplinary action could result in dismissal. 
o In the case of a governor disciplinary action could result in removal from the governing 

body. 
 

 In the case of the Headteacher, the incident should be reported to the Chair of 
Governors. 

 
Any letter of complaint regarding bullying must be referred to either the Headteacher or one of the 
Deputy Headteachers to be dealt with immediately.  Such letters will be retained in the child's file 
or in the staff personnel file, as appropriate, with replies or notes from the interview, and where 
applicable any subsequent action plan.  Any complaint by letter or verbal discussion should also 
be noted and filed appropriately. 
 

ADVICE 
 
Advice to Parents and Carers 
 

 If you feel your child is being bullied consult the school immediately.  It is helpful if you put 
your concerns in writing to the Deputy Headteacher responsible for your child's year 
group. 

 Do not encourage your child to hit back.  It may only make matters worse and could be 
contrary to your child's nature. 

 Encourage your child to attend school every day and on time, this helps them to be 
confident and to build solid friendships. 

 Encourage your child to make lots of friends not just one or two.  A child who has lots of 
friends is less likely to be bullied. 

 If you feel you are being bullied by a member of staff or other adults whilst on school 
premises please arrange to speak with the Headteacher. 

 
 
Advice to Staff 

 
 If you feel you are being bullied by a parent, governor or staff member please arrange to 

speak with the Headteacher. 
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Cyber Bullying 
 

Cyber bullying can be defined as the use of information and communication technology, 
particularly mobile phones and the internet, deliberately to upset someone else. Potential use of 
these technologies for bullying could include: 

 Text messaging 

 Picture/video clips on mobile phones 

 Phone calls via a mobile phone e.g. Silent calls, abusive calls  

 Email 

 Chat rooms 

 Use of webcam 

 Instant messaging 

 Personal polling websites 

 Defamatory blogs/websites 

 Social networking sites 

 Interactive games  

 
Heavers Farm recognises that cyber bullying can cause considerable stress to its victims, and 
that the potential for bullying with fast developing technologies is extensive.  
 
Cyber bullying will be treated in the same way as any other form of bullying, and the school will 
deal robustly with any reported incidents. 
 
Pupils and/or parents of pupils who feel that they are victims of cyber bullying whilst on the 
school site should be encouraged to report any instances to their class teacher or any other 

member of staff in the first instance.  The member of staff will then take the same steps in dealing 
with the incident as they would for any other reported bullying incidents, and undertake an 
appropriate investigation. 
 
If parents/carers or pupils report that an incident of cyber bullying has occurred in the home 
setting, and it is likely that other pupils from the school are involved, they should report the 
matter to CEOP immediately using this link http://www.ceop.police.uk/safety-centre/. 

Parents/carers should then report this to the class teacher as soon as possible.  The school will 
then investigate the incident and take any appropriate actions. 
 
In addition the school will take steps to ensure that all pupils are aware of the dangers and impact 
of cyber bullying. Children will be given strategies to help them avoid becoming victims or 
protagonists of cyber bullying as well as knowing what to do if they are subjected to cyber 
bullying.   
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DIGNITY AT WORK 
 
We have adopted Croydon's 'Dignity at Work' Policy. 
 
1. Scope 

 

1.1 This policy has been adopted by the Governing Body and applies to all employees 

of the school. The procedure may also be used by any worker (whether or not they 
are an employee of the school) who wishes to raise a complaint of bullying and 
harassment by a school employee, another worker, or a member of the public 

visiting the school.   
 
 
Equality Act 2010 

 

It should be noted that the Act brings together for the first time all the legal requirements 
on equality that the private, public and voluntary sectors need to follow.  It affects equality 

law at work and in delivering all sorts of services and running clubs.  
 
It replaces all the existing equality law including: 

 

 The Equal Pay Act 1970 

 The Sex Discrimination Act 

 The Race Relations Act 

 The Disability Discrimination Act 1995 

Whether at work as an employee or in using a service, the message (or purpose) of the 
Equality Act is that everyone has the right to be treated fairly at work or when using 

services. It protects people from discrimination on the basis of certain characteristics. 
These are known as protected characteristics and they vary slightly according to whether 
a person is at work or using a service.  

There are nine protected characteristics employees might have. These are: 

 Disability 

 Gender reassignment 

 Marriage or civil partnership 

 Pregnancy and maternity 

 Race  

 Religion or belief  

 Sexual orientation 

 Sex (gender) 

 Age 
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2. Dignity at work Policy statement 
 

The School is determined to drive up standards of service delivery through a high 
performing, high quality and motivated workforce.    

 
Bullying and harassment  
 

 negatively impacts on the productivity, well-being, morale and creativity of    
Individuals and their teams  

    

 damages the school’s  reputation as a fair employer.   
 

The school is committed to creating a positive and safe working environment for its 
workers in line with its core values.   

 
Everyone has the right to be treated with respect and dignity in the workplace, 
irrespective of their level, status or position within the organisation.  Bullying and 

Harassment, whether perpetrated by colleagues, visitors or service users, will not 
be tolerated 

 
The Governing Body will set clear standards of behaviour which shall be 
communicated to all employees, workers and visitors to the school by appropriate 

means.  If any worker believes that they are not being treated with respect they 
have the right to challenge such behaviour and/or to raise a complaint.  Workers 

are encouraged to challenge unacceptable behaviour.  Managers will be proactive 
in taking action to resolve conflict in the workplace when they become aware of it, 
whether or not they have received complaints. Examples of offensive behaviour 

may be found in Appendix 1. 
 

All allegations will be treated seriously and sensitively.  They will be investigated 
promptly and a speedy resolution sought.  Appropriate action, which may include 
disciplinary action, will be taken where an allegation of bullying and harassment 
has been upheld.  Confidentiality will be maintained throughout the process. 

 

  Workers will be protected from victimisation after seeking resolution of a genuine 
complaint, whatever the outcome. 
 

Clear guidance and training will be provided to support the implementation of this 
Policy.   

 
This policy will be regularly monitored to assess its impact on different groups of 
workers. 
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3. Informal Procedure  
 
3.1 Attempts should be made to resolve any complaints informally and confidentially 

with the person(s) concerned wherever possible.  Full and complete details of the 
complaint, the effect of the behaviour and the required changes, should be 

provided in order to facilitate effective resolution.   
 
3.2 Serious incidents, including verbal or physical abuse, should be reported, in 

writing, to the school’s HR provider and line managers for formal progression 
under the disciplinary or managing performance procedures. 

 
3.3 It will be important for those involved to maintain confidentiality.   
 

3.4   If the worker does not feel able to approach the person concerned, or has tried 
without success to deal with the issue then - in order to proceed with the matter 

informally - they should seek the support of their Line Manager in the first instance. 
If their Line Manager is implicated then they should contact the Manager’s Line 
Manager who will arrange meetings with a view to effecting a resolution.   Support 

at any meetings may be sought from another work colleague or trade union 
representative .   

 
3.5 To support informal resolution, mediation (if both parties agree to it) may be 

arranged through the Line Manager and HR Consultancy.  If the parties are able to 

resolve the matter through mediation, no further action will be taken.   
 

3.6 The parties should attempt to resolve their issues within one month, or two if 
mediation is in progress, after which time any of the parties can refer the matter to 
the formal procedure. 

 

4. Formal Procedure   
 

4.1  A case being formally considered under one procedure cannot be switched to 
another procedure by any of the parties.  If a case has been considered fully under 

one school  procedure, the same case cannot be brought under another school 
procedure, unless the facts are substantially different or if raising a serious 

concern about the behaviour of an individual involved in undertaking the previous 
process. 
  

4.2 If a formal harassment complaint is made while formal action under another formal 
procedures is being considered, it will be dealt with as part of that procedure 

(provided the complaint is raised before the appeal is considered). 
 
4.3 In exceptional circumstances, for example where there is clear evidence of serious 

concerns of bullying and harassment related to a Manager involved in any other 
formal procedure, the case will be considered by a Manager not involved with any 

of these procedures.  All interrelated issues concerning both bullying and 
harassment as well as the disciplinary/performance/sickness/grievance should be 
considered by that Manager under the relevant procedure. 
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4.4 Similarly, in exceptional circumstances, where there is evidence of serious 

concern over discipline/performance/sickness/grievance whilst a formal bullying 
and harassment case is current, this will be considered under the relevant 

procedure by   a Manager not involved with the bullying and harassment complaint 
but having regard to all the interrelated issues.   

 

5. Raising the Formal Complaint 
 

5.1 Formal complaints should be made within 20 working days of: 

 

 the failure to reach a satisfactory outcome informally  

 the behaviour causing serious concern where this could not be raised 
informally 

 the last event of a series of events 
 

unless there is good reason for delay, for example attempts to resolve the issue 
with the other party or illness. 

 

5.2   The worker bringing a formal complaint must provide full written details of the 
complaint, outline their attempts to resolve the matter informally and the outcome 

of any mediation.   
 

5.3 The matter should be raised with the Line Manager in the first instance. If the Line 
Manager is a party the issues should be brought to the attention of the Line 
Manager's Manager. If both of these Managers are implicated, then the complaint 

will be referred to the Headteacher.  In any event they will appoint an 
“Investigating Manager” who has not had had any previous involvement with the 

case. 
 
5.4 Where a complaint is against a member paid on the leadership scale the complaint 

should be referred to the Clerk to the Governors who will seek advice from Human 
Resources regarding an appropriate person to investigate the matter. 

 
5.6  Expressly stated intentions to bring a complaint about an incident or series of 

incidents must be acted upon within 15 working days from the date when the 

intentions were expressed.  If the complaint is not raised within this time, the 
incident or series of incidents giving rise to the expression of intent to make a 

complaint cannot later be raised unless good reason can be shown for the delay. 
 

6. Deciding the Approach 
 
6.1 On receiving the complaint the Investigating Manager will write to the complainant 

within 5 working days to acknowledge receipt of the complaint and explain the 

timescale and process.   
 

6.2 The Investigating Manager will meet with the employee raising the complaint 
within 15 working days. 
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6.3 Following advice from Human Resources the Investigating Manager will decide on 

the most appropriate course of action. The Investigating Manager will provide the 
parties with a written statement of the way in which the complaint is to be 
progressed, stating the reasons for the decision within 15 working days of the 

meeting. 
 

6.4 If the complaint is to be progressed through the Discipline, Managing Performance 
or Managing Sickness and Ill-Health Procedures the complaint will follow the 

relevant procedure. 
 

7. Formal Investigation 
 
7.1 If the complaint is progressed under this Policy a panel, comprising the 

Investigating Manager and HR Representative, will investigate the complaint. 
 
7.2 The panel will convene within 15 working days of receiving the formal complaint.      

All parties and their witnesses will provide statements within 10 working days of a 

request and will attend scheduled meetings.   Failure to co-operate or to provide 

evidence in person or through statements will result in the case progressing 
without this evidence.   

 
7.3 Either party has the statutory right to be accompanied at any meeting by either a 

trade union representative or a work colleague (but not by legal representative). 

Both the employee and their companion will be allowed reasonable paid time off to 
attend the meeting. If the employee’s chosen companion is not available at the 

time fixed for the meeting, it must be rescheduled to accommodate the availability 
of the companion, so long as a reasonable alternative date is proposed which is 
within 5 working days of the originally proposed date. The meeting may be 

rescheduled to accommodate the availability of the companion as long as an 
alternative date is offered which is within 5 working days of the originally proposed 

date 
 
7.4 Other than in exceptional circumstances, the parties involved should be given a copy 

of all witness statements and any relevant reports prior to meetings.  If it is not 
appropriate to do so, the parties should be given a clear outline of the issues raised 
and the nature of the evidence relied upon.    

7.5  All parties have the right to representation by a colleague or trade union 

representative. 
 

8. Outcomes 
 
8.1 If the complaint is substantiated the panel will make recommendations to the 

person who referred the case in order to decide on a course of action.  
 

Action may include:-  
 

• an agreement between the parties on standards of behaviour 
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• support, including mentoring, for the complainant and/or the other party 
      
• assistance to help the other party to change their behaviour 
      
• assistance to help the other party to understand the impact of their 

behaviour on others 
      
• alternative working arrangements 
      
• training and counselling 
      
• conciliation  
      
• team development 
      
or any other appropriate action.  

 

8.2 Where the Investigating Manager believes that the allegations proven are of a 
serious nature the matter may be transferred to the formal disciplinary procedure.  

The evidence used in the investigation of the complaint will be made available to 
the Disciplinary Panel. 

 

8.3 The Chair of Governors will be advised of the complaint and its resolution. 
 

8.4 Copies of the relevant documents, including any reports by the Investigating 
Manager and subsequent outcomes, should be sent to the Head of HR 
Consultancy, who will arrange for all complaints to be logged and monitored. 

 

9. Right to Appeal 
 
9.1  Either party can appeal the findings of the Investigating Panel, within 10 working 

days of the notification of the decision, setting out  
 

 their reasons for the appeal; 

 their suggested remedy for resolving the matter  

9.2 Appeals may only proceed on the following grounds: 

 the proper procedure was not followed and this materially affected the 
decision. 

 

 the decision reached was incorrect in that the conclusion reached was 
not supported by the evidence presented. 

 

 the sanction awarded was too severe, taking into account the nature of 

the complaint and the mitigating circumstances. 
 

 where new evidence - which is pertinent, goes to the heart of the case 

and was not reasonably available at the time - has become accessible.  
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9.3   Any appeal will be considered by a panel of 3 governors (nominated by the Chair), 
within 15 working days of receipt, based on the reasons set out in the appeal and 

a preliminary review of the evidence and documentation.      

 
9.4 Either party has the statutory right to be accompanied at the appeal meeting by 

either a trade union representative or a work colleague (but not by legal 

representative). Both the employee and their companion will be allowed 
reasonable paid time off to attend the meeting. If the employee’s chosen 

companion is not available at the time fixed for the meeting, it must be 
rescheduled to accommodate the availability of the companion, so long as a 
reasonable alternative date is proposed which is within 5 working days of the 

originally proposed date. The meeting may be rescheduled to accommodate the 
availability of the companion as long as an alternative date is offered which is 

within 5 working days of the originally proposed date 
 
9.5 The decision of the appeal panel will be confirmed in writing, with reasons, and is 

final. 
 

10. Conciliation 
 

10.1 Conciliation can be used to restore working relationships within the workplace 
following resolution of a case. 

 

11. Malicious Complaints 
 

11.1 Any malicious or vexatious allegations will be treated as a disciplinary offence. 
 

12. Unsubstantiated Complaints 
 
12.1 Complaints cannot be investigated fairly unless the worker raising the issue 

provides details of the basis of the complaint.  If details are not provided within 
fifteen working days of the complaint, without good reason, then the complaint will 

be deemed to have been retracted.   
 

13. Victimisation   
 

13.1  Workers should report any victimisation that they experience relating to a 

complaint, to the HR Provider immediately that they become aware of 
victimisation. 
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Examples of Offensive Behaviour 
 
It Is Not Possible to Define `Offensive Behaviour As It Is The Effect The Behaviour Causes On The Recipient That 
Makes It `Offensive.  The Following Can Only Be Used as a Guide To Assist Managers And Staff To Understand What 
May Be Offensive Whether Intentional Or Not 
 
 
 
 

Sexual 
Harassment 

 
 
Unwelcome sexual advances, requests for sexual favours, or other conduct of a sexual nature, which result in the individual feeling 
threatened or compromised.  This is not restricted to attempts to initiate sexual relations.  It is any harassing conduct bas ed on the 
gender or sexuality of the recipient. 
 

 
 

 
Non-verbal: 
Gestures 
Staring/leering 
Getting too close 
Pin-ups 
Offensive publications 
Offensive letters/memos 
Unsolicited/unwanted gifts 
 

 
Verbal: 
Suggestive explicit language 
Unwanted propositions 
Sexual/explicit jokes 
Use of affectionate names  
Personal questions/comments 
Innuendos 

 
Physical: 
Deliberate body contact 
Indecent exposure 
Groping/fondling 
Unnecessary touching 

 
 

 
Racial 
Harassment 

 
Derogatory remarks, racially explicit statements, graffiti, jokes, or any other action of a racist nature which is directed at any individual or 
groups from a different ethnic background which results in the individual(s) feeling threatened or compromised.  

 
 

 
 
Non-verbal : 
Offensive gestures 
Facial expressions 
Offensive publications 
Racist graffiti 
Threatening behaviour 

 
 
Verbal : 
Racial comments/abuse 
Racist jokes/ridicule 
Derogatory nicknames  
Verbal threats 

 
 
Physical: 
Jostling 
Assault 
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Disability 
Harassment 

 
 
Derogatory remarks, mimicking, invasive personal questions, staring, ostracising or patronising which is directed at any indi vidual with a 
disability, or groups of disabled people, which results in the individual(s) feeling threatened or compromised.  
 

 
 

 
Non-verbal: 
Mimicking 
Ignoring wishes/feelings 
Ostracising/freezing out 
Staring 

 
Verbal: 
Making fun of a disability 
Mimicking speech impairment 
Using inappropriate terms e.g. `Cripple`, Spastic 
Questions/comments of a personal nature 
Belittling or patronising comments or nicknames 
 

 
Physical: 
Practical jokes 
Moving a wheelchair 
Hiding disability aid 
Touching a visually impaired 
person 

 
 

 
 

 
 
 

 
 
Behaviour which fails to acknowledge and respect the rights or needs of people with different beliefs or practices.  

 
Harassment 
on the basis 
of  
Religious 
Beliefs 

 
Non-Verbal: 
Mimicking 
Staring 
Drawing offensive symbols 

 
Verbal: 
Making fun of the wearing of a skull cap or 
turban 
Criticism for taking religious holidays off 
 

 
Physical: 
Trying to remove a skull cap from 
wearer 
Assault 
Removing religious objects 
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Harassment 
on the basis 
of Age 
 

 
 
 
Ridiculing or demeaning behaviour focussed towards people because of their age. 
 

 
 

 
Non-verbal: 
Excluding from social functions/information 
Mimicking 
 

 
Verbal: 
Making fun of age 
Questioning ability due to age 

 
Physical: 
Setting unrealistic challenges 
Deliberate body contact 

 
 
 
 
Harassment 
on the basis 
of Sexual 
Orientation 

 
 
 
Behaviour which condemns or ridicules people because of their sexual preferences.  

 
 

 
Non-verbal: 
Offensive letters/memos 
Gestures 
Deliberately avoiding or excluding the person 

 
Verbal: 
Verbal abuse or threats 
Making rude jokes or comments 
Personal questions 

 
Physical: 
Starting fights 
Deliberate body contact 
Practical jokes 

 
 
 
Singling Out 

 
 
Singling out people because of their gender, race, disability, religious belief, age or sexual orientation can also constitut e harassment 
even without any specific references to gender, race etc.  Specific non-verbal and verbal examples can be seen below under Bullying. 
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Bullying 

 
 
More than a strong, firm or authoritarian management style; it is destructive rather than constructive,  it is criticism of a person rather than 
their mistakes, it publicly humiliates rather than privately corrects and results in the individual feeling threatened or compromised.  
Bullying often results from a misuse of management power, but is also the misuse of any form of individual power, such as physical 
strength, personality or age, or collective power through strength of numbers.  
 

 
 

 
Non-verbal: 
Ostracising/freezing out 
Withholding essential info., resources, training 
Setting impossible tasks 
Changing priorities or objectives unreasonably 
Unreasonable allocation of duties /work/ 
responsibilities 
Property 
Deliberate wrongful attribution of blame 
 

 
Verbal: 
Shouting, swearing, abuse 
`Nicknames , malicious gossip 
Public reprimand/humiliation 
Belittling/patronising comments 
Persistent reminders of past failures 
Unnecessary phone call to someone’s home 

 
Physical: 
Striking/hitting 
Grabbing a person 
Pushing, jostling 
Practical jokes 
Initiation ceremonies 
Damaging/stealing a person’s 

 
 
 
The Equality Act 2010 protects people from discrimination on the basis of certain characteristics. These are known as  protected characteristics. Some 
of these are listed above, the others are:  
 

Gender reassignment; marriage or civil partnership; pregnancy and maternity  
 
 

 
 
Victimisation 

 
 
Where a person is treated less favourably than another because he/she has brought proceedings, given evidence or information, 
rejected advances or complained about the behaviour of someone who has been harassing, discriminating against, or in some other way 
intimidating them. 


